ABSTRACT
The various pressures that impact the performance and reactions of employees are called workload (Weiner, 1982) . Further, the workload is the individuals' perception that the amount of work they have to do is beyond normal (Cedoline, 1982) . On the other hand, a workload that does not prevent an employee from administering the system in a safe and effective way is considered acceptable (Jung & Jung, 2001) .
In this paper, we consider Britt's (1999) definition of responsibility as "an individual's involvement with various work-related events and their outcomes because the consequences have implications for their identity". Previous literature has established that "the amount of responsibility an individual feels on any given occasion is a direct function of the strength of the links between the elements and the importance of the elements to the individual" (Britt, 1999) .
Responsibility load occurs when one is faced with too many work events to accomplish in the time available (Kirmeyer & Dougherty, 1988) . Accordingly, responsibility load is shaped by the employee's title and work content. Tasks that require more knowledge, decisionmaking, and skill carry a higher responsibility load (Brennan & Spencer, 2010) . New administrative candidates have very little decision-making responsibility, which benefits relatively fewer people while they learn tasks that require limited skill and job components (Fried, Grant, Levi, Hadani, & Slowik, 2007) . As the role of an individual increases in an organization their responsibility load also increases. Randall (2006) stated that a heavy workload resulting from increasing responsibilities such as educating and mentoring can become a problem for academics. With reference to Yıldırım, Ünal and Çelik (2011) , academics have an excessive workload and numerous responsibility loads.
Relationship between Workload and Work Stress
Stress is a reaction or internal condition that occurs toward anything that is perceived as a threat, whether in a true or imaginary way, or a conscious or unconscious way (Steers, 1981) . In addition, stress is a dynamic condition where an individual is exposed to an opportunity, pressure, or demand that is related to something that she/he deserves, and the result is accepted as both uncertain and important. Some organizational and environmental factors in the workplace such as a heavy workload (Nasurdin, Ramayah, & Kumaresan, 2005) cause work stress.
It has been observed that employees in the education sector have more workload and more work stress (Tel & Köksalan, 2008) than employees working in other sectors (Chan, Lai, Ko, & Boey, 2000) . Thus, several studies have examined stress among the employees of the educational sector (Boyle, Borg, Falzon, & Baglioni, 1995; Paulse, 2005) .
Excessive or insufficient workload and time pressures cause work stress significantly more than other factors. In this sense, the various pressures that affect the performance and reactions of employees are called workload (Weiner, 1982) . Research has shown that academic staff is easily exposed to excessive workload which results in work stress (Chan, Lai, Ko, & Boey, 2000) .
Relationship between Responsibility Load and Work Stress
Employees with more responsibility feel more stress than other employees within an organization (Greenberg & Baron, 1995) . According to Kreitner and Kinicki (1998) , the sources of stress directly depend on the individual's tasks and responsibilities. The increased workload and the number of subordinates create the responsibility load of managerial employees (Markham, 1989) . Responsibility with regard to other employees increases stress for managerial employees (Paşa, 2007) . In Maslach, Schaufeli, and Leiter's (2001) opinion, those with more advanced educational backgrounds have a higher inclination towards taking on additional responsibility when compared with those with lower educational backgrounds, which in turn leads to stress.
Relationship between Workload and Emotional Commitment
Organizational commitment is described as a psychological condition (Meyer & Allen, 1991) that causes the strong feeling of an employee to remain with an organization and affects his/her belief in the aims and goals of the organization. According to Guay et al. (2015) , there are two explanations for the dispositional basis of organizational commitment in the literature. The first one concentrates on the "direct" effects of personality on how people tend to feel about their organization. The second suggests an "indirect" effect of personality on how people act in their organization based on the quality of the social exchange relations in their organization. Positive emotional attachment to the organization is conducive to improved employee to work-life balance and decreased inter-role conflicts, which leads to more supportive family and work environments (Moon, Hur, Ko, Kim, & Yoon, 2014 ).
An employee with an emotional commitment is happy to be a member of the organization and does not consider resigning, since she/he thinks of herself/himself as a part of the organization (Meyer & Herscovitch, 2001) . Previous studies have found that high emotional commitment is expected from employees that are followed by normative commitment and continuance commitment (Brown, 2003) . Meyer, Stanley, Herscovitch, and Topolnytsky (2002) found that emotional commitment has the strongest relationship with both individual and organizational variables much more than the other types of commitment (normative and continuance commitment). Therefore, the emotional commitment aspect of organizational commitment is addressed in this study. Stevens, Beyer, and Trice (1978) determined that there is a negative relationship between workload and organizational commitment. In addition, Meyer and Allen (1997) stated that workload has a negative effect on the emotional commitment of employees. Maxwell and Steele (2003) proposed that the organizational commitment of administrators would be positively affected when their responsibility load and workload are stable and they found a negative relationship between workload and organizational commitment.
Relationship between Responsibility Load and Emotional Commitment
The presence of responsibility and autonomy in the workplace has an effect on the organizational commitment of an employee (Bayram, 2005) . Chow (1994) stated that a high level of commitment requires more responsibility. In addition, Meyer and Allen (1991) claimed that there is a relationship between organizational commitment and the level of responsibility of the work. Kaya and Selçuk (2007) demonstrated a negative relationship between emotional commitment and the individual's responsibility.
Relationship between Workload and Turnover Intention
Turnover intention is the deliberate and conscious intention of an individual to resign from a job (Egan, Yang & Bartlett, 2004; Tett & Meyer, 1993) . Workload directly affects theturnover intention of an employee (Jones, Chonko, Rangarajan, & Roberts, 2007) . If an employee feels self-secure in his job, the workload is considered acceptable (Jung & Jung, 2001 ). Ünalan, Çetinkaya, Özyurt, and Kayabaşı (2006) found that workload inequity causes employee turnover intention.
Relationship between Responsibility Load and Turnover Intention
Daniels, Harris, and Briner (2004) stated that responsibility is a precursor of turnover intention and has a direct effect on turnover intention. Similarly, Liou and Cheng (2010) and Torka, Schyns, and Looise (2010) found that there is a positive correlation between low responsibility and turnover intention.
The Study
The research model used in this study is shown in Figure 1 . 
Research Hypotheses
The following research hypotheses guided the study. 
Method Participants
The participants of the present study consisted of the academicians in state universities in Turkey. For our research, a survey was emailed to the 6109 addresses of academic staff, as listed on the internet, requesting their participation. However, 892 were returned to us because of errors in the addresses or system. The study lasted for a month; the survey reached 5217 academicians and we received 1043 responses. The sampling method is preferred by many researchers in terms of homogeneity (Calder, Philips,& Tybout, 1981) . Further, the rate of return of the surveys was 19.9%, which is considered acceptable for internet email surveys (Schonlau, Fricker, & Elliott, 2002) but is lower than what is considered acceptable for other types of surveys (Sax, Gilmartin, & Bryant, 2003) . Regarding the demographic characteristics of the participants, the total number of academic staff members included in our survey was 1043. Other features included gender (62.1% female, 37.9% male), age (24% between 27-31 years, 22.5% between 32-36 years, and 53,5% over 41 years), academic rank (466 (45%) assistant professors and 577 (55%) lecturers), and tenure status (382 (36.6%) untenured and 661 (63.4%) tenured). 
Measures
To measure the workload, we took advantage of a workload scale of eight questions, developed by Lim and Teo (1999) in which sample items contained "I often have to take work home". Responsibility load was assessed using the scale developed by Erat (2012) in which sample items included "My responsibilities, resulting from laws and regulations related to my job are very intensive". We used the scale developed by House and Rizzo (1972) to measure stress in which sample items contained "I have high tension while I am working". The emotional commitment was measured with seven items adopted from Meyer and Allen (1997) wherein sample items included "I will be pleased to work in this university for the rest of my career". We used the five-item turnover intention scale adopted from Bluedorn (1982) .
Results

Data Analysis
Items were rated on a 5-point Likert scale ranging from 1 = strongly disagree to 5 = strongly agree. The SPSS program was used to determine factor structure and to analyze the relationships among variables and test hypotheses. Expressions related to workload, responsibility load, work stress, emotional commitment, and turnover intention were subjected to a varimax rotated exploratory factor analysis to provide data in a more meaningful and summarized format. According to the findings, all of the perceptions were loaded and separated into their factors in an expected way. In addition, responsibility load, workload, work stress, emotional commitment, and turnover intention were each separated into single factors. The results of the varimax rotated exploratory factor analysis are given in Table 1 . The reliability coefficients of the variables were calculated as 0.91, 0.87, 0.92, 0.78, and 0.90, respectively. Cronbach's alpha values were above the expected value of 0.60 (Nunually, 1978) . Thus, it can be stated that the scales are reliable.
The mean, standard deviation (SD), and Cronbach's alpha value for each of the scales in the conducted correlation analysis are presented in Table 2 . Notes. SD = standard deviation; **P < 0.01, *P < 0.05
Correlation analysis shows that workload had a negative relationship with emotional commitment and a positive relationship with the other variables. Further, although responsibility load also had a positive relationship with stress and emotional commitment, it did not have any correlation with turnover intention.
The results, regarding the hypothesis made in the regression analysis, are given in Table 3 . Three regression models were createdin order to test the hypotheses. In these models, workload and responsibility load were considered independent variables. The dependent variables were workload in Model 1, emotional commitment in Model 2, and turnover intention in Model 3. All three models were found to be statistically significant.
In the conducted correlation analysis, a positive effect was found which presented the relationship condition between the dependent variables of workload and responsibility load. Therefore, H 1 is supported.
Of the independent variables in Model 1, both workload and responsibility affected work stress. Thus, H 2a and H 2b are supported. Of the independent variables in Model 2, both workload and responsibility load affected emotional commitment. Therefore, H 3a and H 3b are both supported. Furthermore, of the independent variables in Model 3, workload affected turnover intention, while responsibility load had no effect on it. Thus, while H 4a is supported and H 4b is rejected.
Discussion and Conclusion
In the current study, we analyzed the effects of both workload and responsibility load on work stress, emotional commitment, and turnover intention. A positive relationship was found between workload and responsibility load. According to this result, when the workload of academics increases, their responsibilities increase as well. An increased workload is due to additional administrative and individual responsibilities apart from their educational and training duties.
At the end of the regression analysis, a positive relationship is found between workload and work stress. This result is in accordance with those of previous literature, where it was found that academics with a high workload also report high levels of stress. It appears that workload has a relationship with emotional commitment. In our research, we found that emotional commitment decreases when the workload increases. This result is consistent with that of previous studies, where it was found out that workload negatively affects organizational commitment (Maxwell & Steele, 2003; Rayton, 2006) . Thus, the workload of academics reduces their emotional commitment to the organization.
We found that workload has a positive effect on turnover intention. Various studies have shown that workload increases turnover intention (Jones et al., 2007) . Our results revealed that the turnover intention of academics with a high workload, especially those who have administrative responsibilities as well, increases due to the addition of administrative load to their current workload.
There is a positive relationship between the responsibility load and work stress. Various studies show a positive relationship between responsibilities and stress (Markham, 1989 ). Thus, the stress level of academics increases due to responsibility load.
We found that there is a positive relationship between responsibility load and emotional commitment, which is in accordance with previous literature claiming that a relationship between responsibility and commitment exist (Chow, 1994; Meyer & Allen, 1991) . In our study, the emotional commitment between an individual and an organization are understood due to the given responsibilities. In addition, we see that taking responsibility makes an individual feel like she/he is part of the organization.
We found that responsibility load has no effect on turnover intention. This condition shows that even though administrative load responsibilities increase stress levels, they do not increase turnover intention in academics.
A significant element of our study is the use of a responsibility load variable consisting of five questions. In the present research, we see that this newly created scale has a meaningful relationship with the other independent variables studied. Our analysis of workload and responsibility load with the variables of work stress, emotional commitment, and turnover intention will direct future research conducted on this subject. Thus, it can act as an example for new studies that put forth the relationship between responsibility load, as seen in this study, and organizational attitude, which is not addressed in the current study. High participation gives our study substance and it will be helpful for further research on similar subjects.
The study is also limited since it is comprised of academicians working in state universities. Another limitation is the legal status of the academicians, especially because of their performance that does not affect their salary. For studies conducted in academia, results can vary due to the inability to provide homogeneity.
